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"Cheers to a new year and another chance for us to get it right" 

~ Oprah Winfrey 

Welcome to 2011. So, how are your New Year's resolutions 
holdingup? 

I didn't make any resolutions this year. Not because I have a 
strong aversion to making or ultimately breaking them, but 
because New Year's came too fast this year. I simply 
wasn't ready. 

But a few weeks ago, while I was sorting through some papers at home, I came 
across a long list of New Year's goals I had written three years ago. I had forgotten 
all about it. To my surprise and delight, I have achieved many of the things on it: 
taking up golf and yoga, taking up flower arranging, and converting my grown 
son's old bedroom into a home office. 

Certainly, there were some goals not yet achieved: I haven't yet run a half- 
marathon or gone white water rafting. I have yet to get my marking done on time. 
But I am happy to see that over the past three years, much in my life has changed 
for the better because of steadfastly going out and getting what was on that list. 
And this is despite the research saying that many people never achieve their New 
Year's resolutions, with most resolutions being abandoned a few weeks 
intoJanuary. 

Perhaps for our resolutions to be successful, we shouldn't feel pressured to set 
them up all in one year. Maybe it really is more of a two or three year plan. 
However, we all know that the first and most important step is also the most 
difficult: coming up with the actual list of measurable and realistic resolutions (or 
goals, or outcomes, or things to do). Will we ever again, seriously, weigh what we 
did when we were in ourtwenties? 

How are UFV's goals and resolutions coming along? We have been transitioning 
to a university for over two years, and it appears that it will take us a bit more time 
before everything is all settled into place. For some, we are moving too slowly. For 
others, we have been moving too fast. 

But we have to be working from the right list. It is clear, from all the discussions 
surrounding our new mission statements, our new governance, our issues with 
rank, and the doom and gloom funding from the government, we are having some 
difficulty getting a good grasp of what should be on that list. Our education plans 
and our current round of bargaining are good starts, but what do they mean in the 
face of shifting financial priorities? Do we continue to build up our offerings and 
grow, or do we hold fast to the programs we have and hunker down? Do we get 

compensated for inflation, or do we take 
camouflaged pay cuts? 

Let's resolve not to rush into a bunch of goals and 
plans that will be difficult to keep or that will take us in 
a direction that will not change us for the better. To 
get our resolutions right, some may take more than 
a year. 

Upon reflection, there is one resolution I should have 
made--tospend more time away from my computer. 

Maybe next year. 
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If there is one thing we've been asked to expect for 2011, it's change. The Senate and Board are 
working through their relationship in our new governance structure. Faculty and Staff are working 
through the changes brought about by the adoption of a new organizational structure, and Faculty 
Councils are working to understand their roles in relation to Senate. Some of these changes we 
recognize as necessary to becoming a university. Some of the changes are not strictly necessary, but 
will help strengthen the academic voice on Senate, and bring greater consistency and efficiency of 
service across faculties. So far, these changes seem to be progressing within a context of 
consultation and cooperation. 


From 



Rhonda Snow 


Flowever, there are other changes being implemented - changes that are neither necessary to becoming a university, 
nor designed to strengthen the academic voice. Instead, they involve changes to long-standing practices - practices 
such as, consultation with members of a department on the direction of their program, and the writing of job 
postings; defining the internal status of candidates; the handling of student complaints about the fairness of exams or 
assignments; and so on. These changes are causing distress because they are not happening in a context of 
consultation and cooperation. I will summarize some of these issues, but will say in advance that the union has acted 
on your behalf to preserve your rights. We are also setting up a series of informal meetings with faculty to parallel the 
ones held for staff. These meetings will keep you and the FSA Executive up to date on current concerns of faculty and 
staff, and current actions of the FSA. 

Consultation: For as long as I've been teaching in the department of Psychology it has been our practice to meet 
annually to determine the direction of our program. At these meetings, we anticipate our current and future needs. 
These discussions set our priorities with regard to the expertise of future hires. And when we are given the 
opportunity to hire, we meet as a department to review our priorities and craft the posting. This allows those with the 
greatest knowledge of the field, and expertise in the area, to set the general criteria and qualifications for postings, 
elect members to the SAC, and determine which candidates to recommend to the Dean. 

It is the position of the Employer, that even though it makes sense to draw on the expertise of faculty within a 
department, it is not necessary. As a courtesy, the Dean and VP Academic may ask for your input, but you should know 
that in the opinion of the Employer, this is a courtesy, not a right. The FSA is seeking clarification of the intent of the 
relevant articles in the collective agreement in light of the long-standing practice of consultation. It is my hope that 
through our discussions the Employer recognizes the value of consulting with a department when making decisions 
that are so critical to the functioning of the institution. 

Internal Status: Who qualifies as an internal candidate in a hiring? Article 11.4 in the Collective Agreement gives 
internal status to our part time employees (Sessionals, Type C and D), if they were subject to SAC procedures during 
their probationary period. The FSA and Employer have interpreted this differently. At issue is the question of whether 
the SAC referred to in the Article included Standing SACs. The Employer position was that it did not; the union believed 
it did. We wrestled with this in bargaining, and I believe we have finally come to an agreement that the SAC referred to 
in Article 11.4 necessarily includes Standing SACs which are responsible for the hiring of sessionals. The thing to note 
is that these discussions arise out of experiences you as members bring to the union. Often, it is only when you bring 
them to our attention that the union and the Employer realize how confusing the language in the Collective 
Agreement can be. Frequently, the inconsistent treatment members report to the union has occurred not because 
someone is intentionally violating the agreement, but because the language is not clear and the only people who 
really know the intent of the language are those who bargained the original deal and wrote the article. And that's why 
a large part of bargaining is clarifying the existing language. 

Student Complaints: 

At the end of last semester, the FSA received numerous accounts from faculty members who had been summoned to 
meet with their Dean regarding student complaints related to classroom standards and assignments that were 
perceived as unfair. Policy 310.01 Academic Appeals defines the procedure students follow when they wish to appeal 
their grades or standing in a course. This procedure requires that they submit, in writing, their complaint to the 
Student Affairs Officer. It is then forwarded to the faculty member who has an opportunity to address the problem.. 
When the matter cannot be dealt with informally, it will move on to a panel where both the student and faculty 
member are allowed to present their case. The panel decides on whether or not a remedy should be applied and what 


...continued on page 3 
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...President's report continued from page 2 

that remedy will be. The only role in this process for the Dean is to ensure the implementation of any remedy the 
panel in the end determines is fair. 

In 2009, the FSA was able to finally get rid of the Instructional Complaint Policy, a policy that was often used 
inappropriately in partnership with the Student Academic Appeal Policy. One of the many problems with students 
invoking both these policies was that complaints under each prescribe very different processes. An instructional 
complaint necessarily involves a faculty member's supervisor because the complaint charges that the employee is not 
fulfilling the duties of his or her job as outlined in Policy 210.01 Instructional Responsibilities, or other related policies. 
Not doing one's job is just cause for discipline, and when disciplining an employee, the employer must follow the 
process outlined in the collective agreement in Article 14 Termination and Discipline. 

Who or what's to blame? 

There have been several suggestions from our members as to who or what they believe is the cause of these 
disturbing changes involving a lack of consultation with departments, redefining Internal candidates, and 
inconsistency in handling student complaints. Some ask if our new university status is somehow responsible, while 
others have suggested that the problem is that we have a joint staff and faculty union - maybe, they say, the voice of 
faculty will be stronger if Faculty have their own union. 

Well, it's not the change to university status and the shift from UCC to Senate. There is nothing in the legislation that 
requires us to abandon consulting with departments when determining the expertise needed for new hires in that 
department, and nothing that requires we view the status of internal candidates differently, or that we handle 
student complaints in a new way. The working conditions of employees are a matter of collective bargaining and 
include procedures for consultation, discipline, evaluation of employees, salary and so on -this is union business. The 
Board has a contractual obligation under the Labour Relations Act to ensure it does not make deals with Senate that 
violate the agreement it has with your sole bargaining agent- the FSA. 

And, it has nothing to do with having a joint faculty and staff union. There are many good reasons to remain united in 
one union and though we've tried, we can't think of any good reason to bargain separately. Every couple of years, 
someone suggests we split the union. I have come to understand that many of the reasons put forward are based on 
misinformation. For example, many people do not know that faculty and staff vote separately on issues that affect 
only one or the other, so the fear that staff will outvote faculty on a matter of consequence only to faculty or that 
faculty will outvote staff on a matter of consequence only to staff is unfounded. Another myth relates to our salary - 
the salary of faculty is not diminished by sharing a union - our salary is based on the Provincial Salary Scale which is 
bargained at the Common Table and is set for all locals required to bargain with the Post-Secondary Employer's 
Association (PSEA). Faculty at UFV have the same salary as faculty at VIU, Kwantlen, Emily Carr, and Capilano - the 
other new universities with faculty-only associations. As long as the Ministry maintains this bargaining structure, we 
will get what others get salary-wise. A downside to separate unions is that we could end up with two to three unions 
as is the case in the other institutions where the Faculty Association has to compete with the BCG EU and/or CUPEfor 
the same pool of money. Our professional development funds and benefits are better than almost all of the Faculty 
Associations that do not have a joint Staff and Faculty association. Many of the benefits that people think might come 
from separating the union would never materialize; instead, we'd find ourselves in a divorce type situation - splitting 
our assets and power and finding we are now in competition with each other for the same pool of money. 

There is no doubt that many things are changing on many fronts, and clearly, changes that affect our daily working 
conditions affect us in a way that feels personal. They have an immediate effect on how valued and respected we feel 
in our jobs, and because of this, they are important ones for the union to address. The progress we have made on 
defining internal candidates and streamlining academic complaints demonstrates that it is important that you 
continue to bring your concerns to the attention of the union and we will continue to do our part to ensure that 
administrators familiarize themselves with the collective agreement and treat those under their supervision fairly 
and with regard for the effect these actions have on you personally. 

I know that we have been productive and proactive in representing your interests, but we work best when you work 
with us. A union's strength comes from its members. If you want to preserve your voice, support your union. The 
Canadian Association of University Teachers (CAUT) who have studied the history of governance at universities across 
Canada conclude that collective bargaining through your union is the only place where you get to sit down as equals 
with administration to "shape the nature of your institution" - it is the "best guarantor of genuinely collegial 
governance" (James Turk , 2010) 
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From the 


A decade or so ago (it seems) people began to notice that ''the news" was often "the weather," 
which (because it pointed to a change in the global climate) was not good news. Equally indicative 
of a change in climate (the political climate, this time) is that in the bargaining process, here and 
elsewhere in our sector, the news is that "there is no news"— which is also not good news. 


Obviously, the intent of the 2010 "zero mandate" from the BC government was to create economic 
stasis for public sector workers and to demoralize their bargaining agents. The strategy has thus far succeeded, 
perhaps even beyond the expectations of those currently holding the purse strings. While some of the bigger unions 
have settled, they represent only about half the total number of workers in the public sector in this province. A 
startling number of public sector contracts remain open, including almost all those in our umbrella group, the 
Federation of Post-Secondary Educators (FPSE). (I am being purposely vague here: reports of near-settlements and 
possible job actions arrive almost every day.) Given the small amount of time that now remains in a presumed two- 
year contractual cycle, the delay is creating something like a continuous round of bargaining. The situation is 
unprecedented overall; also unprecedented is the slow pace at which negotiations are proceeding here at UFV. If non- 
events can be said to be related, these two almost certainly are. 

In late January, I attended the regular meeting of the FPSE Bargaining Coordinators Committee where nearly all 
representatives in attendance reported intense frustration. Generally, it is clear that all Employers have been 
"fundamentalist" in their interpretation of the zero mandate. Some locals have been given a flat "no" to proposals 
that are manifestly cost-neutral (Academic Freedom, for example, or membership on job classification committees). 
Others, after ten months of "bargaining," have been unable to get their Employer to come to the table for more than a 
few widely-spaced sessions. (Haifa dozen meetings since April of last year is the norm.) Still others are at impasse, and 
are thinking about abandoning negotiations in favour of other forms of persuasion. All of this is telling evidence of a 
centralized decision on the part of the Employers not to give an inch. 

As I have been reporting in my bargaining updates (on the FSA website), I believe that locally we still have some room 
to maneuver, and some hope of gains on particular items. While certainly baffled and irked by the sluggish pace at 
which we have been moving, we have continued to demonstrate respect, patience, and good faith towards those on 
the other side of the table. We are willing to be innovative, especially about such important (and interrelated) 
concerns as faculty workload, sessional contracts, sabbaticals, phased-in retirement, and the like. 

Stepping back a bit though, I believe two basic principles are being overlooked, both at our local table and more 
broadly. The first and most obvious is that in a recovering economy, the cost of living has not remained static. Zero is 
therefore not really zero, but something less. A wage freeze that continues much longer is simply not sustainable, and 
will not be tolerated by professionals who work at universities. As many have remarked, a wage freeze has not been 
imposed on our administrators and managers, nor do there appear to beany restrictions on hiring more of them. 

Also seemingly forgotten is the simple concept of the cost of doing business. In the long run, not spending often costs 
more than spending. A case in point— still hypothetical, since we have yet to discuss it— is the whole question of 
supporting faculty research through a reduction in teaching loads. There is willingness, if not eagerness, on both sides 
to enhance the scholarly profile of this institution in the wider academic community. And yet, so far, the Employer 
remains stubbornly blind to the fact that research takes time, and that making that time available (though it will cost 
money) is greatly in the interests of the institution as a whole. Failing to rectify this problem will be costly indeed. It will 
cost us in terms of recruitment, retention, and student satisfaction, to name the more foreseeable consequences. 

Stubborn blindness may, of course, be a cloak for something shrewder and more pragmatic. Since complete stasis is 
no more in the interests of the Employer than of the employee, there exists an obvious pressure to achieve the goals 

...continued on page 5 


Contract Chair 
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From the 


Staff Contract Administrator 


Harrison 


I have a confession to make. Never did it occur to me that this position with the FSA would be so 
incredibly difficult. Challenging discussions, shifting frameworks, balancing perceptions, and 
individual life challenges all impact how I work through my day. The most difficult piece of my 
position is reconciling the attitude where the interests of our university management must be in 
conflict with the FSA membership. 


I would like to say that this attitude only appears in pockets of our university population, but the 
diversity of people walkingthrough my door would belie that suggestion. Many of meetingsend with, "I don't wantto 
do anything about this - it is just nice to be able to talk to someone about it. Please don't talk to anyone at this time". 
And I get it! You are scared because of what you think may happen; you are scared because you are on probation; you 
don't wantto be seen as difficult; you don't think the union will be able to do anything; and you certainly don't wantto 
make matters worse. 

I am happy to sit and talk with you about the issues that you face at work -but in order to make progress we do need 
to bring the issues out in the open... .and that appears to be easier said than done. Until you/we are comfortable 
bringing whatever the issues are into the open, please remember that it is your right to speak to union representation 
at anytime about any subject and in complete confidence. 

Many times issues stem from poor communication between supervisors and employees as well as between peers. If 
the supervisor is a union member , communication becomes even more vital in the day to day operations. I am not 
talking about large issues here - more along the lines of incivility that I spoke about in my first Words and Visions. 
Think about the impact your words and tone of your voice will have - especially as a supervisor with perceived power 
over the situation. If you have an issue, go to the source and attempt to resolve it. If you are having trouble with 
workload, ask for direction and priorities - don't assume you won't get an answer! If you don't get answers and the 
union is asked for assistance-there needs to be history and substance. 

In my brief stint as staff contract administrator I would like to suggest that the big substantial issues that create havoc 
in a department are always cloaked under layers and layers of mis-communication. Believe me -eventually the issue 
will rise to the surface! 

On a positive note, one small step that is moving us towards a jointly committed community is the staff evaluation 
committee. This sub committee was created in order to develop a new evaluation tool for the bargaining committees' 
approval. I believe we have attempted to clarify the goal of evaluation (developmental); effectiveness of evaluation 
(priorities) and recognition of best practice that addresses continual growth and development. There is still work to 
be done, but key to the success of this committee is the collaboration between management and the union. 

Be good to each other! 


...Contract Chair's report continued from page 4 

of an openly negotiated contract by other means. This would certainly explain why new avenues for affecting the 
working conditions of faculty appear to be opening up. The Provost's recent request, conveyed through Senate, that 
academic units "figure out departmental standards for teaching, scholarship, and service" is a case in point. Without 
an explanation of how these standards will be applied, the request looks suspiciously like a means of achieving a new 
understanding of workload (and potentially a new set of criteria for faculty evaluation) without the bothersome duty 
to negotiate the terms and conditions of our employment through collective bargaining. 

By the time this appears in print, we will have had at least one more meeting with the Employer. I am anticipating some 
movement, and hopeful of having some real news to report in the near future. 
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Faculty Vice-President 


As is clear from the contents of this installment of Words and Visions, the FSA executive is 
attempting to find a process that will allow us to gauge where faculty stands on the issue of rank. 
Our intent is to construct a survey that will guide us by giving us an indication of what the 
membership thinks should happen. As many have noted in the past, there are numerous obstacles 
to measuring opinion on the question of rank. 


At the EGM in September, we presented a motion that we thought would enable us to ask for 
approval or disapproval of a system of rank in general. The hope was to see if there was a clear mandate available for 
the current round of collective bargaining. As we discovered, there were questions regarding the nature of rank that 
we did not anticipate. For example, some contend that they cannot offer approval or disapproval of rank unless they 
know in advance exactly what rank entails and how it would be determined. Such a view, in part, prevented us from 
usingtheform of vote we had envisioned. 


If I now understand the various perspectives that were presented at the EGM, faculty divides roughly into three 
groups. There are those in favour of rank, those opposed to rank, and those that would decide based on the model of 
rank available. In light of this division, caution is needed in developing a process for determining whether rank is 
adopted and what form rank might take. 


I think it is essential to pay attention to process in this context because it looks as if we might reach an outcome that 
will disappoint some members. It may be hoped that we develop a solution that satisfies all, but that kind of outcome 
itself would depend on the process adopted. In the end, how faculty go about deciding this matter will be as important 
as the decisions reached. A fair process is vital for a fair result. 


I knowfrom my own discipline based research that various 20th century philosophers have stressed thatfairness itself 
is primarily a function of process. For these thinkers, building a broad consensus on the method for making decisions 
precedes the possibility of reaching a consensus on the result and is key to ensuring a fair resolution. Following the 
lead of these philosophers, I think our intent as members of the FSA executive is to ensure that we are careful in 
locating a process that is both workable and fair. 



From the 


JCAC Co-Chair 


The JCAC website is up and running! 
www.ufv.ca/es/JCAC to check it out. 


Please visit 


Shannon Draney 


The website provides an overview of the JCAC process, tips 
on re-writing your job description, as well as committee 
contact information. One of the exciting features of the site 
is that you have the ability to see all staff job descriptions by signing on to the 
secure site usingyour Novell login and password. 


If you have questions about the website or need assistance with the JCAC 
process, contact Brittany Flicknnott, Coordinator, Classification & Evaluation at 
extension 4439 or email her at brittany.hickmott@ufv.ca. 


Brittany joined the Employee Services team in December. Welcome Brittany! 
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It seems every time I sit down to write a Words and Vision column I want to write that it is a 
time of unprecedented change at our institution. 


Madeleine Hardin 


Many of us have weathered the changes from being a college to a fledgling university and the 
attendant turmoil those changes brought to our workplace. As usual, we are doing more 


with less -or at least that feels like the new normal. Perhaps it has always been that way; I don't remember any 
"good old days" when higher education was well-funded and comfortable. 

As a new university it is up to all of us to get active in governance to figure out what kind of university we want 
to be. (I think I borrowed that phrase from the Provost.) I know we are all busy, but no one else can do the job 
to create a good workplace, and to create an institution that will grow, prosper, and meet the needs of our 
community and students. I know the many of us are slumped over your computers at midnight wondering 
why we are still working, but we need to hear all voices, even tired and cranky ones, to tackle issues we can't 
ignore, such as the issue of rank and promotion. We need to find a safe place to discuss and debate. We may 
never come to consensus; however, the FSA Executive is hoping that a simple survey will give us some 
direction from all of you, and that it will help inform and guide us to go forward. 

In my role as faculty contract chair, many meetings in my office begin with my visitor saying: "I don't wantto be 
a troublemaker." You are not being a troublemaker if you are asking for clarification or justice. Sometimes it 
takes years for someone to pluck up the courage to see the contract administrator, but remember if you think 
there is a problem there is sometimes a time-line for a grievance or a complaint. Even if you are in doubt, do 
come see me if you have a concern; together we will figure out how to proceed. My experience is that the 
people who say they don't want to be troublemakers often have legitimate complaints. 

In other news, the Industry Training Authority has reduced its funding of some of our Trades programs by 5%. 
That means there will be some staff reallocation at TTC and at Abby Collegiate. Change is not always a happy 
thing, but the good news is there will be no layoffs in that area. The Dental Hygiene program is being 
suspended. The current students will finish the program, but the future for the dental hygiene instructors and 
the one staff person is less certain. Rhonda, Jill, and I are working with the affected staff and instructors. 

Finally, I want to thank the hard-working shop stewards who make my job both easier and more complex. 
When I'm not available, the Faculty stewards act in my absence, and they are happy to help you, too. 


Be Well at Work?” UFV Health & Wellness Unfair! 

Sessional instructors make up over 35% of UFV teaching faculty. 
In addition to half the pay, we receive no health care benefits. 

It’s time for UFV to get its house in order. 

From the UFV Faculty and Staff Association 
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It is hard to believe that the calendar has jumped to another year so quickly. It appears, in my world 
anyway, that the fall semester proved to be the busiest I have had in my role on the FSA executive. 


Happy 2011 everyone. 


Isabel Hay 


Apart from a series of bargaining meetings and the preparation that goes into those meetings, I 
have been working on staff related issues that likely would have never come up even just a few years ago. These issues 


relate to social networking sites and the impact of what is written on these sites by our members and their 
onlinefriends. 


I know that many of us (me included) are "Facebookers" or "Tweeters" and the like; some more frequent users than 
others. While I do love that I can connect with my old school friends and family who live all over the world, it did not 
take long before I had to decide how and what to do with the constant notifications for "friend requests" from 
students who I work with and fellowemployees/colleagues. 

My first inclination was to hit the "ignore button" because it just felt like I should, particularly with student requests. 
One year later, I stand by my decision to do that, I feel that since I am in a position that requires me to maintain 
confidentiality and keep a professional distance with my students that I will not be friends online or otherwise. 

Not so clear when it came to the colleagues dilemma -- do I hit the ignore button? Would these folks be offended? I 
added some folks whom I have a working relationship to my site, so what's the big deal right? I only posted funny bits 
and pieces and never really thought much about it. That is until I read an article that I found on www.donnaseale.ca 
called The dangers of Facebook in the workplace. This article speaks to the issue of employees who make negative 
comments about their employers and the disciplinary actions that can result. 

I strongly encourage you to take a few minutes to check out the link below and read what the legal world is saying 
about social networking in the workplace. 

http://donnaseale.ca/the-dangers-of-facebook-in-the-workplace/# 

As for what I have done with my own facebook page, well. ..for those of you who were on my friends list, I have decided 
that it is best not to mix my work life with my personal life. Please don't take offense if I have removed you. I would 
much rather see you in person for an old fashioned face to face chat and cup of tea. 


Ignore 



Add as Friend 
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JeffChizma 


&FPSE Non-Regular Employees Rep. 


I had planned on welcoming everyone back to the Winter semester, but by the time this issue of 
Words & Vision comes out, we will be well into the Winter break and classes will already have been 
on for a month. Nevertheless, I do hope everyone had a nice break in December, and are ready for 
another break... I knowl am! 


In terms of information regarding Non-Regular Employees, there really has not been much new 
since the last issue of Words and Vision. We had another two bargaining sessions at the end of last semester (in 
December), and we have just begun the bargaining process again recently. 


As I am sure this will be an issue again this semester, I would like to again discuss the rather contentious issue of 
Sessional Evaluations. Last semester, we managed to get clarification of this issue from Management, so I would just 
like to reiterate their response. 


If you are a new sessional, or still on 
probation (so you have taught less than 4 
courses over two years in the same 
department), then you will in all 
likelihood be asked to participate in 
course evaluations in all of the courses 
you are currently instructing. If however 
you are not on probation and have been 
evaluated in the past three years, then 
you should be excluded from being 
evaluated again this semester. 

The Collective Agreement states that 
Sessional instructors are to be treated 
the same as type B faculty when it comes 
to post probationary evaluations. It also 
states that type B faculty need only be 
evaluated every three years - so once 
you are off of probation, you should only 
be evaluated according to these time 
frames. You of course can be evaluated if 
you like (you might be changing things up 
and may want some feedback), but it is 
not compulsory. All department heads 
should be aware of this, but it is possible 
that they do not really understand the 
process (which was the problem 
previously). If you do run into any issues, 
please feel free to contact me and I will 
be happy to helpyou out. 

Best of luck to everyone for this 
semester, and I will hopefully have more 
to report on bargaining in the next issue. 

Take care. 



HE ALT 



Employee Services 

has organized the first ever 

Health and Wellness Fair 

which will be held for UFV employees on: 


Tuesday, February 15th 
from 11 am to 3 pm 

This free event will feature 
a variety of health and 
wellness exhibitors 
from the local 
community and 
interactive booths. 

For more information on 
this event, please visit: 

www. ufv.ca/es/Health Fair.htm 
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Letter to the Editor 


A Kid-Proof Campus 

I like most little kids, most of the time. It doesn't bother me to see 
them, but sometimes (let's be honest) they can be pretty annoying. At 
the park or on the street there's not much to be done about this but, as I said, 
most little kids are great, most of the time. 

Every once in a while you'll see young children in the hallways at UFV. Being little kids they 
don't really get the rules around here. Sometimes they get a little excited and make some 
noise, sometimes they're upset or tired and make a lot of noise. It can be a distraction, but what 
are you going to do — ban children from the campus? 

On a handful of occasions, a student has asked if it would be okay to bring their kid into class. Usually 
something has messed up their usual childcare arrangements and they're stuck with the choice of skipping 
class or bringing the child along. I have always said yes to these (usually last-minute) requests, as have most 
instructors here, I'm sure, but like most instructors I've made it clear the child needs to stay reasonably quiet 
and not get in the way of what's going on in the classroom. If the child starts to disrupt the class then the deal 
gets cancelled. The parent-student has always agreed to this stipulation and — to date — all the visitor-kids in 
my class have been exemplary guests. 





The obvious point here is it's crazy to expect young children to be accountable for their behaviour on campus; it's the 
parents of the children who bear the responsibility. Banning all children (probably legally unenforceable anyway) 
from the UFV campus because some kids get a little noisy or distracting is overstepping the bounds of common sense. 
You need to trust the parent will be responsible, and if there's a problem you bring it up with the parent, not with 
thechild. 

I want to know why we would deal differently with dog owners on campus. The UFV Occupational Health and Safety 
Committee has been discussing banning pets from the campus outright. Such a decision strikes me as monumentally 
unfair, punishing respectful and responsible pet owners simply to avoid dealing with a tiny minority of 
problematiccases. 

People have been bringing their pets to the office here for a couple of decades at least, and the overwhelming 
majority of these pets simply help to make this academic institution a little less stiff, a little more natural. I should 
know. For several years I brought my dog along several times a semester. Fie sat with me through office hours, got me 
out of the building a couple of times a day for a walk on campus, and generally hung out under the desk or in the 
doorway when I was in my office. The amount of affection he could elicit from passers-by in a couple of hours dwarfs 
the amount of goodwill I can generate in a particularly friendly month. Don't get me wrong — I get along pretty well 
with my students and colleagues, but I don't pretend I can bring a smile to the face of 75% of the people who catch 
sight of me. That's the sort of positive energy only pets and small children can create. 

These days I recognize more than a half-dozen dogs my UFV colleagues bring to work with them, usually hanging out 
by the office door or ticking along the hallway leading somebody into or out of the building. In a number of these cases 
I don't know much about the owner, but I sure recognize the dogs. Speaking for myself, I feel they add a lotto my sense 
of UFV as a place to work. It's the same with the children (and grand-children) of students and employees who roam 
our halls on occasion. UFV isn't a factory; it's a human place. We all bring a lot of our home selves to work with us, into 
the classroom with us, and on occasion some of us do this in a very literal way. 

You may believe that I'm trying to equate pets with young children, but that isn't my point. In either case the 

...continued on page 11 
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Update on the Issue of Rank 

We are moving forward on the survey and on dealing with the tabled motion. 

1. The Survey 

Thank you to our members who have submitted their suggestions on how to frame and word the survey. 
Our goal for the survey is twofold: 

• To effectively obtain faculty preferences on rank 

• To obtain clear and simple results that can be used right away as our starting point 

Volunteers with expertise in survey design, and who are not FSA Executive members, will be helping us with the 
development of the survey. If you have a background in survey design, we welcome you to join the survey 
committee. Contact the editor, Lynn Kirkland Harvey, by Feb. 18th if you are interested. 

2. The Tabled Motion 

At the September 30th EGM, a motion on a vote about rank was tabled. Once we have the results of the survey, 
we will be in a better position to deal with the tabled motion. 

A recap of our plan and tentative timelines: 

• Conduct an electronic survey on rank in late February/early March 

• Circulate the survey results 

• Possibly have a faculty forum to discuss the results of the survey 

• Hold an FSA EGM at the conclusion of bargaining 

• Hold the FSA AGM in early May 

Specific dates TBA 


...Letter to the Editor continued from page 7 0 

responsibility lies not with the kid or the dog but with the parent or the owner — the adult in this picture. If there are 
some people on campus abusing the privilege of bringing pets to work, those individuals need to be called out and set 
straight. It's not like there's a great mystery about who had an "accident" on the carpet in D3019 or whose pet was 
howling mournfully in the office for three hours straight while the owner was in the boardroom for an important 
meeting. Those of us who wander the UFV campus with our dogs know we're pretty easy to spot. 

I'm a responsible person. If I were to learn my dog was causing a problem for others on campus I'd want to do 
something about it. I trust my colleagues to do the same. And if a person is made aware of a problem their dog is 
causing and they don't take steps to remedy the situation, I would support any efforts to deal with such 
irresponsibility. But please don't diminish the quality of my work place just to correct a problem caused by one or two 
easily-identified individuals. 

Let's keep UFV a pet-friendly workplace just as it remains a kid-friendly workplace. Not without boundaries or limits 
(or consequences for idiots), but in the spirit of cooperation and mutual respect that makes this such a great place to 
come to work. 

David Thomson 

Editors note: If you are interested in learning more about this issue, see 
http://www.facebook.com/pages/UFV-Dog-Lovers 
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Another Glance at our Past 

Here is the second article found in our archives that merits another read over 20 years later. Reprinted with permission, it 
gives us a thoughtful perspective into the arbitration experience when we were just a small college. Written by 
Wendy Burton, a long time faculty member who has been active in the FSA, this piece is representative of the 
terrific stuff that FSA members (executive and otherwise) have contributed to the newsletter over the 
thirty-five years that this association has been in existence. 

We especially hope you enjoy reading Wendy's article because we are working on a whole volume of columns and articles 
from our newsletter-to appear sometime in 2011. In the meantime, Words and Vision will continue 
to showcase a few of these articles in our upcoming issues. 

If you remember favourite articles, please let us know so that we can include them in this celebration of our history. 


Arbitration Report #1 by Wendy Burton 
November 1989 


The FSA is at the mid-point in our first arbitration. The arbitration board— one management appointee, one union 


appointee and a third person who acts as chairman— met with both sides in what has become known as "the Heather 
Stewart Grievance" on October 16 th to 19 th . The board has adjourned until December 18 th , when the board will hear 


the management's position. The hearing is held in the Bakerview Best Western restaurant meeting room in 
Abbotsford, and is open, at the discretion of the chairman, to FSA members. 

This meeting room has a square made up of tables, and the management group (the lawyer, Kevin O'Neill, Susan 
Witter, Don Tunstall, and Barry Bompas) sit on one side, and the union group (David Reynolds, the CIEA lawyer, David 
Allen as Grievance Chair, Heather Stewart, Barbara Bate, and Wendy Burton as shop steward designate on this 
grievance) sit on the other side. This polarity, this division in a physical sense, marks the very real division that this, our 
first arbitration, represents. 

What is it like to sit across from people you have considered friends and colleagues? Very intimidating and saddening. 
You find yourself questioning whether this couldn't all have been avoided, whether the spirit that prevails at FVC 
couldn't somehow have prevented this. We are, for the duration of this event, by the nature of the proceedings, 
opposed and hence enemies. The careful "my friends" appellation used by the lawyers only serves to underscore the 
divisive nature of this event. 

So, why are we here? We are here because two internal candidates in the competition for the ABE Director's position 
did not, as we see it, receive adequate protection under the collective agreement. David Allen will comment more 
fully on the articles and provisions that we believe were violated. We believe that two internal candidates were 
disqualified for reasons that had little to do with their performance, competence, and qualifications. 

We sought, throughout the summer and fall of 1988, to bring this matter to a peaceful conclusion. A comparison of 
resumes alone seemed to indicate the provision of the collective agreement was not followed, the career ladder in 
this competition became a hollow assurance, and external candidates benefited in fact because no one could bring up 
personal matters about them. We were unsuccessful at finding a solution. 

This grievance has been characterized from the start as one that the employer felt did not bear discussion or 
explanation. It was hinted that if we proceeded, then secret, damaging evidence would be produced to destroy the 


...continued on page 13 
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grievor. We were warned to drop it. At no time would a complete explanation be offered. We were left with the 
impression: "Howdare you question ourdecisions? We're managers/' 

Both sides believe right is theirs. In order to prove that belief, we resort to lawyers, to procedures, to examination and 
cross-examination, and slowly we lose our innocence. Those who know little about the work we do, the daily effort to 
educate, the energy required and expended, and the vagaries of our endeavours attempt to determine who was 
qualified, who was disqualified, and why. We spend much of the first hours explaining ABE, fte, SCH, RAC, jurisdiction, 
the organizational structure of FVC, what is and is not supervising, the development of this college, the slow but 
apparently inexorable change from a collegial structure to a management structure. This has been going on so slowly I 
suppose we did not notice. We continue to play by the old rules. Listening to information being entered into evidence 
that was never meant to be anything more than the idle and perhaps ill-considered comments of one friend to 
another, I am struck by how we are undone by the very informal nature of our interaction. We used to be like a big, 
rather unruly family— we could always step outside the roles. Not anymore. 

As union members, we must not forget to whom we speak or the nature of our relationship. We are employees, and 
we have very little power in a legal sense, particularly when we give that power away— by refusing to acknowledge 
that when we act in a representative role, we are legally responsible for our decisions. And it is clear after listening to 
the employer's lawyer that anything you say can and will be held against you -and against those you work alongside. 

This case is also about giving feedback to each other. It is about saying positive things to the face and harbouring 
criticism for years. Feedback not presented can't be acted upon. Gossip, unsubstantiated criticism, and hypocritical 
praise seem to be the way we have begun to do business. We need to start telling each other the truth about our 
performances, directly and immediately. We need to stop formulating opinions about a person's performance based 
on a narrow preference for a particular style. We need to share duties and responsibilities or at least be open when we 
don't share those duties. To refuse to allow budgetary responsibility, as a management practice, and then to criticize 
the employee for not having budgetary experience seems— well -- unfair. 

This case is about fairness, when we get in that room with the doors closed. It is about legal interpretations, contract 
language, inexperienced and naive union members, and people tryingtheir bestto honestly explain. 

We are like babes in the woods at this hearing. We hear things that are shocking and painful. We grieve in all senses of 
the word the decisions that led us to this place. 

As we collected in the parking lot at the end of day three, we knew, looking at "them" leaving, that something 
irrevocable had happened. Things would never be the same again. 

We need to stop acting as if all our problems can be solved by breakfast meetings, informal and casual deals, and 
hallway encounters. We need to realize that, whether we like it or not, we are in a legally defined relationship with our 
employers. "Don't say anything you wouldn't want repeated in a court of law," would be the first suggestion I would 
make. Take that relationship seriously. Be cautious and not too trusting. 

I believe this arbitration is necessary. I believe, at the least, Fleather Stewart has had her chance to say what she could 
about fifteen years of effort for Fraser Valley College. If that is all that comes of this, then that will have been enough. 

The most striking comment I heard, from the employer's lawyer, was this: "I object to feelings and beliefs being 
entered into evidence." Indeed. 
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THE GLOBE AND MAIL* 

The Ontario public-sector wage freeze that wasn't 

By KAREN HOWLETT and JAMES BRADSHAW 
From Thursday's Globe and Mail - Feb 2, 2011 


Despite the Ontario government's call for a deficit-fighting moratorium on public-sector wage hikes, tens of 
thousands of workers have won pay increases, with thousands more set to follow 

When the Ontario government projected a record deficit of $21. 3-billion last March, it 
put teachers, nurses and other unionized public-sector workers on notice. There would 
be no money from the province to cover wage increases for new contracts, Queen's Park 
said in calling for a volunta ry two-year wage freeze. The policy has all but failed, according 
to a review of recent labour agreements. Tens of thousands of workers have won pay 
increases totalling $126. 4-mil lion over those two years. 

Like Ottawa and the other provinces battling deficits, Ontario was determined to curb 
wage costs in the public sector. Premier Dalton McGuinty led by example, freezing the 
salaries of MPPs and 350,000 nonunionized public-sector workers for two years. But he 
stopped short of using legislation to impose a wage freeze on the 750,000 public-sector 
workers who bargain collectively, a move that would have antagonized doctors, nurses 
and teachers during an election year. 

Mr. McGuinty's "we're all in this together" appeal fell short. A review by The Globe and 
Mail of 23 settlements with employees of universities, hospitals, long-term care homes 
and police services found wage increases averaged 1.6 per cent over the two years. These 
settlements have helped set a pattern for public-sector wages in Ontario, suggesting 
raises are in store for dozens of other contracts coming due this year. 

Time after time, negotiators elected not to insist on a freeze in the absence of legislation 
compelling it. And the message from labour leaders and arbitrators was loud and clear: 
The province cannot balance its budget on the backs of public-sector workers. 

"I told them right from the get-go that this is doomed to failure," said Warren (Smokey) 
Thomas, president of the Ontario Public Service Employees Union. "Nobody's going to 
violate that premise of free collective bargaining simply because [the province says] 
we should/' 

The Globe reviewed bargaining units of 300 or more members. Some agreed to meet the 
zero mark. But many of the 65,700 employees were awarded increases by arbitrators 
who said they did not feel bound by the government's wishes. And those decisions are set 
to triggerfurther wage increases. 

The province's 50,000 registered nurses, one of the largest labour groups, began their 
second week of bargaining on Monday with the Ontario Hospital Association. The nurses 
are asking for "nominal" wage increases, said Linda Haslam-Stroud, president of the 
Ontario Nurses' Association. 

"At the end of the day, the government is trying to get the books balanced," she said. "I 
just think they're looking in the wrong corner/' 

...continued on page 15 
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... Wage Freeze continued from page 14 

The nurses' contract expires March 31. Both sides have already pre-booked three dates with a mediator in March. 
Labour leaders know that arbitrators feel bound to follow their peers' rulings. 

Arbitrator Christopher Albertyn last month awarded 2,250 professional and paramedical staff at Ottawa Hospital 
annual increases of 2.5 per cent over two years, saying he had no choice but to follow an earlier ruling for 16,000 
hospital workers. Freezing their wages, he said, would have "unjustly penalized [these workers] relative to 
their peers/' 

With no new government funding for wage increases, the awards are putting hospitals under pressure. 

An arbitrator awarded wage hikes averaging 3 per cent over two years to 400 workers at Windsor Regional Hospital. If 
that pattern continues, said Windsor Regional chief executive officer David Musyj, the hospital will have a shortfall of 
more than $6-million on its $300-million operating budget this year. 

"The last thing we want to do is pay Peter 1 percent and layoff Paul," he said. 

OHA president Tom Closson said the province's 154 hospitals would have to find $280-million in savings this year 
alone to cover the cost of an across-the-board increase. 

In the university sector, the picture has been much the same. Seven of 10 university contracts examined by The Globe 
included increases in the first two years. 

Arbitrators have avoided, in the words of one, appearing to be a "minion of government." For example, William Kaplan 
awarded Carleton University's faculty members 1.5-per-cent salary increases in each of the first two years of a new 
deal, an agreement that Duncan Watt, Carleton's vice-president of finance and administration, justified by arguing 
that "a labour dispute would have been far more costly." 

Mere hours after a strike deadline, the University of Western Ontario Faculty Association negotiated a settlement 
worth 1.5 per cent for each of four years. President James Compton said the freeze policy "is in tatters," and he is 
"proud" his was the first university association to negotiate across-the-board increases without the help 
of an arbitrator. 

"I think wedid seta precedentthere," Prof. Compton said, addingthata number of faculty association presidents have 
asked how he did it. 

Several university unions and faculty associations are still negotiating and about 20 more have agreements that will 
expire by the end of August. The current agreement for thousands of support staff at Ontario's 24 colleges will also run 
out this fall. 

Even the two-year freeze contained in the new Ontario Provincial Police Association contract, negotiated by the 
government, is undercut by a generous pay increase. The association's 8,400 members receive a 5.075-per-cent 
increase this year, no increases in 2012 and 2013, and a guarantee that they will be the province's highest paid 
force by 2014. 

Karl Walsh, the OPPA's president, said the deal puts the OPP on par with York Regional Police, and that it still 
represents real restraint. During the OPP's last round of bargaining, he said, officers received smaller increases than 
their peers. 

"We fell from our traditional standing in the policing community of being No. 1 down to No. 17," he said. "So there had 
to be some levelling of the playing field." 
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AFTER BRUSSELS, SOME THOUGHTS 
RE. CURRENT DISPOSITIONS TOWARD LITERATURE 


TREV CAROLAN 
ENGLISH 
MAY-DEC. 2010 

This past May, with P.D. support I attended a large, well-organized conference in Brussels addressing current 
dimensions in how literature works with ecology. On my return I engaged in exchanges with colleagues from various 
disciplines regarding how scholars in Europe, and from elsewhere in North America, are approaching the whole 
evolving field of Eco-Lit/Crit. In this respect— sharing new ideas from across the Atlantic with my fellow instructors 
and, shortly thereafter with my students during the recent fall semester— I count myjourneyasa productive learning 
experience. This is what's intended to happen following successful scholarly gatherings. 

At some sessions a number of the presenters were difficult— self-absorbed, rigid, lacking humour. One or two 
slackers trifled with people's precious time, but this was all amid the greater offerings of many intelligent, committed 
minds as well. As one might intuit, it was a complicated event that I'm still digesting. 

Most significantly, I was especially enlightened about some serious ideas in terms of changing approaches to critical 
analysis. This was a real awakening, because it can be hard to understand why colleagues in the same profession, in 
the same discipline or department, don't see things the way we do. In this, I gained most from listening to younger 
scholars, European and American. One from New York and another from southern Spain spoke eloquently about their 
experience with contemporary literary analysis. From them I gained two things: 

1. New insight into how the nature of literary analysis itself has shifted in character 

It has gone from the biography-driven, book-centred process which prevailed up to the late 1970s, to the 
theory-driven methods of the French psychoanalytical school popularized as postmodernist, which has had a 
long, influential run to the present. 

2. Insight into theapproach ofyoungerand current scholars 

As several explained to me, they would like to be more biography/text/emotion-oriented in their own literary 
analysis, but feel trapped by the expectations of their senior professor colleagues, supervisors, etc. With 
everything still theory-driven in their world, it's like a skin has encapsulated them, they said. This makes it 
hard for them to think or work outside of tight, specific theoretical angles from which they are expected to 
view, well, everything. 

My own upbringing and graduate training in Vancouver and northern California was of the biography and book/text- 
centred variety. I don't believe we were even aware of this orientation. It's simply the way things were during the late 
1970s. Through an assigned Master's project topic that I was expected to present and defend— Jean Starobinski's 
essay entitled "On the Fundamental Gestures of Criticism"— I was also introduced to what then still called "New 
French Criticism." This obliged me to consult with faculty teaching French language and literature. In this way, and 
through recommended books, I became aware of the 'Geneva School' with which Starobinksi was associated. Its view 
of literature is that consciousness can be manifested textually. 

...continued on page 17 
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...After Brussels continued from page 16 

Taking inspiration from Marcel Proust, Geneva School critics shared a taste for phenomenological criticism which 
holds, as Evelyne Ender observes, to: 

primacy [of] the literary text, whose themes and figures they attempt to 
articulate in their critical writing. This textual approach enables them to 
seize a particular consciousness, the creative impulse or certain expressive 
patterns at work in the writings of an author or in a group of texts... 
embod[ying] one individual way of makingsense, through writing, of the 
self and the world. Their critical project ultimately consists in pursuing 
across the whole oeuvre of an author (books, diaries, letters, fragments) 
the particular vision that creates the work... Thus their larger claims— that 
they are tracing in their criticism the significant moments of a history of 
the imagination, of feelings, and of consciousness in the modern era. 

Bringing things up to the present, from a literary perspective the Geneva School's thinking bears much in common 
with traditional Buddhist recognition of pratitya samutpoda, or 'co-dependent origination.' Things arise together, 
mutually, interdependently. The recognition of interconnectedness, or what closer to home Dr. David Suzuki terms 
'innerconnectivity' is becoming understood as the new meta-narrative for our 21 st century. Eco-Lit, for example, 
connects cultural ideas, wisdom traditions and natural science in a fascinating, interdisciplinary conversation that I 
hope we see and hear more of at UFV, and more and more our students understand its necessity to their future. The 
evolving Environmental Studies program that Michelle Rhodes from Geography is shepherding through the system 
looks to be a real step in this direction. 

In the context of literary analysis, successful comprehension of the larger significance of a written work requires 
consideration of the wholeness of the inspiring elements which motivate a writer, or writers, in the production of both 
the text and an author's larger oeuvre. For west coast scholars and writers working from a 'new world' or global 
perspective, a critical approach like the Geneva School's holistic appreciation of literature as an amalgam that 
incorporates sense of history, physical environment, and social and ethical groundings, is preferable say, to 
Deconstructionism's infinite fragmentations or the subjective correctness of a Lacanian view. That is, if we're looking 
at analysis as a vehicle for understanding the evolution of a literature— especially one as broadly and cross-culturally 
significant as that from our own Pacific region with its alliance zones up and down the west coast and throughout the 
west. Younger international academics seem to feel the need for a different way of understanding how literature 
ticks as well. Already, something fresh is beginning to take shape. 

In Brussels, the younger scholars I met were juiced up by the energy they felt several of us from North America brought 
to our presentations and readings. They reported how they appreciated the human element in it, and the passion. 
That struck a bell. With some presenters, I'd been struck how on being asked a question about their paper they'd 
replied that they really didn't feel too attached to the subject. It was just something they had worked on. 

I mean, why bother? 

On my return home to teach a summer creative writing workshop (the late Jim Andersen said for years that he thought 
a small, dedicated summer arts school program would be magic at UFV), I found the latest edition of The Bloomsbury 
Review waiting. It's an upbeat, intelligent journal and the new number had an interview with an old friend and 
colleague, poet/essayist Andrew Schelling from Naropa University. In it, he responds to a question that asks "Do you 
think there's ofeor today of being too clear and thus being labelled as simplistic and not serious , resulting in much of 
the obtuse , difficult , and often incomprehensible poetry that appears in literary journals ?" 

...continued on page 18 


Page 1 8 ~ Words & Vision ~ January/February 2011 


...After Brussels continued from page 17 

He answers, "I think that fear exists in some quarters. Postmodernism prefers the complex , the opaque , the ironic ; the 
multi-layered ' the deadly cool. And those are the poems that get the most academic attention. They demand 
studious , analytic reading , and are practically written for scholars to excavate. ..In the end, poetry is not about NEAs 
and Guggenheims. As [Kenneth] Rexroth said, poetry is about how we want to live." 

I was reminded how en route home, during an unanticipated detour through Amsterdam, I'd seen a review in The 
Guardian of Fredrick Raphael's new novel, Final Demands. The reviewer noted how Raphael returns in Updike- 
fashion to a reprobate literary character from previous novels, Samuel Marcus Cohen, who continues to spout forth 
how: "The meta-Yeatsian, quasi-Hegelian eclipse of centrality is maieutic to a conscienceless extremism which 
proclaims itself exempt from any need to give a reasonable account of itself..." 

The complex. The opaque. 

Postmodernism follows in a long line of "isms." On my way into Brussels, dodging airport closures due to the angry 
Icelandic volcano, I'd enjoyed another review in The Independent of a big new Picasso exhibition in Liverpool. "In the 
course of a long lifetime (1881-1973) he had seen it all", the review says: "from theSpanish-American War of 1898 to 
the Cuban missile crisis of 1962. He knew anarchists, bolshevists, socialists, communists, fascists, pacifists, falangists 
and Stalinists, to say nothing of cubists, futurists, dadaists, surrealists, suprematists, constructivists, destructivists and 
stridentists. He grew up with monarchism assailed by revolutionary anarchism; he grew old with republicanism 
served by monopoly capitalism. Ideologically, he had lived..." 

Meantime, back on the west coast I'm breathing easily again. Already, after the winter solstice, two minutes more of 
light each day. The big rhododendron buds will soon be swelling; all the other beauties have programmed their 
arrivals— forsythia, bluebells, perfumed yellow Pontia azalea, white rockeries, lily of the valley, lavender fireweed. 
Fresh lilac and honeysuckle. Ifthe bears don'tgetthem first, ourapples will redden and the figs will ripen biggerthan 
the moons of Jupiter. With new-fallen snowacrossthe inleton Eagle Ridge, it's wonderland here. 

Yesterday, marking and grading the last of my fall exams and research papers, I noted with pleasure two colleagues 
from our UFV English crew cited from their important recent publications by senior students. We keep moving the ball 
forward. Then a long walk by the sea— great to get plenty of exercise outdoors again. In a week or so, the new winter 
semester and a favourite creative writing course, prepping students in Non-fiction, readying them for Literary 
Journalism— both posited on pillars of subject, reportage, and research. Levels and levels of disposition, authenticity, 
bearingwitness. 

I expect clear speech will bump in there too. Springtime soon. 


See: www.press.jhu.edu/books/hopkins_guide_to_literary_theory/geneva_school.html 
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Be Well 
at Work 



University 

FRASER VALLEY 


OF THE 


UFV Employee Services invites employees to participate in the UBC Be Well at 
Work research project. You will have the opportunity to improve your health and also 
help evaluate the Canadian Cancer Society's WellnessWorks program. 
WellnessWorks is a workplace health and wellness program designed to make 
healthier choices easy and fun for you and your coworkers. 

Benefits include: a personalized health assessment of your diet and physical 
activity and a supportive environment to improve your health. 

Take Action today by completing the assessment on-line: 

www.UFV.BeWellatWork.ubc.ca 

Diane Griffiths 

UFV Associate Vice President, Employee Services 
604 - 854-4596 

Melody Monro 

UBC Research Manager 

604 - 822-2375 


The UBC School of Population and Public Health has partnered with the Canadian 
Cancer Society to deliver the Be Well at Work research project. It will evaluate the 
effectiveness of three different workplace wellness approaches on reducing the risk 
of cancer through healthy lifestyle choices (healthy eating, physical activity, normal 
body weight) and on creating healthy workplaces at three different universities. 


Wellness Works 

PARTNERS IN THE FIGHT AGAINST CANCER 


□ Canadian Societe 

Cancer canadienne 
Society dn cancer 
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Executive 


Local 

President 

Rhonda Snow 

4061 

Faculty Vice-President 

Glen Baier 

2421 

Staff Vice-President 

Isabel Hay 

4034 

Contract Administrator (Faculty) 

Madeleine Hardin 

4605 

Contract Administrator (Staff) 

Jill Harrison 

4593 

Contract Chair 

Hilary Turner 

4466 

Secretary/Treasurer 

Sean Parkinson 

4301 

Communications Chair 

Lynn Kirkland Harvey 

6323 

Agreements Chair 

Moira Kloster 

4320 

JCAC Co-Chair 

Shannon Draney 

5402 

JPDC Co-Chair 

Darryl Plecas 

4553 

OH&S Co-Chair 

Kathy Gowdridge 

6311 

Social Committee Chair 

Janice Nagtegaal 

4080 

FPSE Rep. Status of Women 

Mandy Klepic 

6333 

FPSE Rep. Human Rights 

Martha Dow 

4628 

FPSE Rep. Non-Regular Employees 

Jeff Chizma 

4228 

Faculty Stewards: 

John Carroll 

john.carroll@ufv.ca 

6318 

Les Stagg 

les.stagg@ufv.ca 

6366 

Carmen Herman 

carmen. herman@ufv.ca 

4757 

Larry Gritzmaker 

larry.gritzmaker@ufv.ca 

5428 

Linda Toews 

linda.toews@ufv.ca 

4087 

Staff Stewards: 

Rob Novack 

rob.novack@ufv.ca 

4745 

Martin Kelly 

martin. kelly@ufv.ca 

2509 

Marlene Murray 

marlene.murray@ufv.ca 

4075 

Hilary Cooper 

hilary.cooper@ufv.ca 

4520 

Leah Carr 

leah.carr@ufv.ca 

4739 

OFFICE ADMINISTRATION 

Member Services & Procedures 

Tanja Rourke 

4530 

Finance 

Harman Dhaliwal 

4475 


www.ufv-fsa.ca 
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For updates and upcoming 
meetings at the Federation of 
Post-Secondary Educators (FPSE), 
visit their website at 

http://www.fpse.ca 


Supreme Court of Canada 
denies leave to appeal the 
McPhilips decision 

Details at www.fpse.ca/news 


Spring Leadership & 
Joint Committee Conference 

February 25/26 at the 
Hyatt Regency in Vancouver 


Presidents' Council Meeting 

March 17/18 at FPSE 
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